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Task 1

Relevant areas of the National Policing Curriculum: 
Understanding the Police Officer Role.

You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate the strategic role of the College of Police in professionalising policing in the U.K.

Evidence how you are working to fulfil the role of a modern professional police officer now that you are in your final year of probation.

Critically reflect upon how your final year of probation has seen your role as a police officer change. 


Consider the strategic Policing requirement, Policing Vision 2025, the Workforce Transformation 2018 and the College of Policing’s 5 Year Strategy.



2000 words (+/- 10%: include your actual word count at the end of each section)



ANSWER:

In this essay, I will aim to critically evaluate the strategic role of the College of Policing in relation to professionalising policing within the United Kingdom. I will look to fulfil this by evidencing and discussing an incident in which I have contributed significantly in, and also dealt with an offender professionally. I will also aim to critically outline my personal reflection upon being within the final year of my probationary period as a Police Officer, and will look to do so by comparing how an incident of this type would have been dealt with by myself earlier on in my probation, against how the incident was dealt with at the tail end of my probationary period. I will also look to fully explain and rationalise all actions taken by myself, as well as any possible concerns in relation to my chosen actions. 

The College of Policing (CoP) is essential to professionalising policing in the U.K. by setting standards, sharing knowledge, and supporting development. This is vital in the current climate, as policing faces increasing challenges.

As a police officer in my final year of probation, I am working to fulfil the role of a modern professional police officer by continuously developing my knowledge and skills, using evidence-based practice, working collaboratively, and being accountable to the public. My role has changed during my final year of probation, as I have been given more responsibility and independence, and more opportunities to develop my leadership and supervisory skills. I am confident that the College of Policing, and police officers like myself, are committed to professionalising policing in the U.K. This is essential to ensure that the police service is able to continue to protect the public and keep them safe. 
The College of Policing is the professional body for policing in England and Wales. It was established in 2012 by the Police Reform and Social Responsibility Act 2011, and its primary function is to set standards for policing, provide training and development for police officers and staff, and support professional development. (College of Policing, 2023)
The College of Policing plays a strategic role in professionalising policing in the U.K by setting and maintaining national standards for policing, such as the Police Standards of Professional Conduct and the National Policing Curriculum (Police Professional, 2023). The College of Policing also assists by providing training and development for police officers and staff at all levels, as well as conducting research and publishing evidence-based guidance on policing practice. The College of Policing will aim to work with police forces and other partners to support the implementation of new standards and practices and also provide a forum for police professionals to share knowledge and good practice. (House of Commons, 2011)
The College of Policing's role is particularly important in the current climate, as policing faces a number of challenges, including increasing complexity and diversity of crime and demand, cuts to police budgets, public scrutiny and accountability and the need to build trust and legitimacy with communities. (College of Policing, 2023) In order to meet these challenges, the police service needs to be professional, effective, and accountable; and as a result of this, the College of Policing must play a key role in supporting the police service in order to achieve this.
The Association of Police and Crime Commissioners (APCC) and the National Police Chiefs’ Council (NPCC) also play vital roles in policing in England and Wales.
The APCC is a statutory body that was established under the Police Reform and Social Responsibility Act 2011. It is made up of the 46 Police and Crime Commissioners who are elected by the public to hold their local police force to account. The APCC's role is to support the crime commissioners in their work and to represent their interests at a national level. (Association of Police and Crime Commissioners, 2023)
The NPCC is a non-statutory body that was established in 2013. It is made up of the Chief Constables of the 43 police forces in England and Wales. The NPCC's role is to lead and coordinate the work of the police service at a national level. (National Police Chiefs’ Council, 2023)
The APCC and NPCC work closely together to set strategic priorities for policing and to ensure that the police service is effective and accountable. They also work together to develop and implement national policies and procedures.
The APCC and NPCC jointly developed the Policing Vision 2030, which sets out the strategic priorities for policing in England and Wales over the next decade. They also work together to coordinate the police response to major incidents, such as terrorist attacks and natural disasters, as well as work together to represent the interests of the police service to the government and other stakeholders. (National Police Chiefs’ Council, 2021)

In order to assist with professionalising as well as diversifying policing within the United Kingdom, three styles of entry route were implemented into police officer recruitment. These being: Degree Holder Entry Programme (DHEP), Police Constable Degree Apprenticeship (PCDA) and Professional Policing Degre (PPD). The DHEP is an accelerated training programme for graduates who already have a degree in any subject. The DHEP is designed to give you the skills and knowledge you need to become a police officer quickly and efficiently, with a mixture of classroom-based learning and practical experience. The PCDA is a three-year apprenticeship programme that combines practical, hands on training with academic study. The PCDA is designed to give you the skills and knowledge you need to become a police officer while also earning a degree in professional policing. Lastly, the PPD is a three-year full-time degree programme that prepares you for a career in policing. The PPD is accredited by the College of Policing and the Open University. (South Wales Police, 2023)
The Degree Holder Entry Programme, Police Constable Degree Apprenticeship, and Professional Policing Degree entry routes were implemented in UK policing to address a number of challenges, including:
· A shortage of police officers. In 2019, there were 123,176 police officers in England and Wales, down from 144,335 in 2010. (Home Office, 2019)
· A lack of diversity in the police service. The police service in the UK is not as diverse as the communities it serves. In 2019, only 13.5% of police officers in England and Wales were from black and minority ethnic backgrounds. (Cain, 2019)
· A need for police officers with the skills and knowledge to meet the demands of modern policing. Policing is becoming increasingly complex and challenging. Police officers need to have a wide range of skills and knowledge in order to deal effectively with the challenges of modern policing, such as cybercrime, terrorism, and domestic violence. (Herrington & Colvin, 2015)
In order to successfully reflect critically how my final year of probation has seen my role as a police officer change between my first year and my third year, I will use Kolb’s reflective cycle (Kolb, 1984).

My colleague and I were attached to a call after ambulance had received a phone call where a disturbance was heard but no direct request was made before the call had ended. The call was transferred through to Police, and ambulance have provided us only with the number in which the call was made by. Staff at the Police Service Centre have traced the call back to an address and therefore my colleague and I have been asked to attend at that address. Whilst making our way to the address, I have carried out checks on the address and any persons linked to it. These checks consisted of warning marks, critical markers and any previous police incidents. Upon arrival at the address, there were no clear indicators of any disturbance as it was quiet and clear. 

My colleague and I have knocked the door of the address and a male who had very poor English has answered, questioning our attendance and denying a call was made to any emergency service. The male has refused officer entry, but after explaining our powers under the Police and Criminal Evidence Act 1984 (Police and Criminal Evidence Act 1984), entry has been gained. It is at this point a young male has been located inside the address, sat on the floor holding his knee, whilst a female was stood over him. The male spoke relatively good English, whilst the female did not. Using the National Decision Model (NDM) (College of Policing, 2014), my colleague and I have separated both parties in order to obtain information about what had happened. 

As a result of this separation, the male has disclosed to me that he had been assaulted by both the male and the female causing him to possibly dislocate his knee. Due to this disclosure, both the male and female were arrested on suspicion of Assault (Criminal Justice Act 1988). 

Both parties were conveyed to custody, and as outlined within Code C of the Police and Criminal Evidence Act 1984 (PACE Code C, 1984) a Spanish interpreter was sought for both suspects in order for them to fully understand their rights and entitlements as well as the detention process – this was obtained through phone. Neither party had any additional needs, but clearly had difficulty in dealing with something so traumatic in a language they are not able to confidently speak. It is outlined by the Bell Foundation that those who speak English as a second language often feel disadvantaged within the criminal justice system due to feeling a denial of fair justice outcomes and in access to services and support (Hunter, et al., 2022).

Due to this, I have ensured that I have abided by the Code of Ethics and Standards of Professional Behaviour and ensured that the rights of all involved individuals were respected, as well as treating both parties with courtesy and respect (Policek, 2023). 

As a result of this incident, and the age of the victim in this case – a Public Protection Notice (PPN) has been submitted in his name. As the victim was the son of both suspect parties, the referral would be made to multiple partner agencies such as; social services and the National Health Service. In order to successfully safeguard the victim, social services were made aware shortly after the detention of both parties was authorised. I have also worked in line with the Policing Vision 2025.

Policing Vision 2025 which is a strategy that provides a clear vision for policing in England and Wales over the next decade, the vision is based on the principles of policing with the public, preventing crime and harm, protecting the vulnerable, and responding to crime and emergencies. The vision also identifies a number of key priorities for policing over the next decade (National Police Chiefs' Council (NPCC), 2016). Part of the vision outlines the need to address sources of demand by working alongside of partner agencies including health, education, social services, other emergency services, criminal justice and victims' organisations (College of Policing, 2016). 

Upon reflection, during my first year of probation I was very much led by my colleagues who held more service and experience than myself. As I am now a much more confident and experienced officer in comparison, I feel that an incident of similar nature I would be able to confidently manage with my own decision making, rather than rely on other persons. As time passed within my shift, more experienced officers have moved onto other opportunities – leaving me with less experienced officers, who now look to me for guidance. 
This change in reliance highlights how much my role as a Police Officer has changed in the short time of my probationary period. Kolb’s reflective model has highlighted that during my time as an officer and the different calls or situations I have experienced, I have been able to reflect and draw conclusions on these instances and therefore apply the knowledge I have obtained from previous experiences to new situations. 
To conclude, upon reflection within my final year as a Police Officer, I am now able to work independently within the role of a modern day officer. And whilst doing so, work within the strategies of the policing requirement, policing vision 2025, workforce transformation and the College of Policing’s 5 year strategy. 
Word Count – 2043

1

Relevant areas of the National Policing Curriculum:  
Communication Skills, social media, Communication Strategy 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


  
	
Critically evaluate your experience of the use of social media as a means of informing and engaging with the community and promoting policy initiatives.

Consider the force policy on using social media for professional information and engagement purposes. 
What social media platforms are used by policing?
What are the benefits and risks of using social media?


 
2000 words (+/- 10%: include your actual word count at the end of each section) 




ANSWER:

In this essay, I will look to critically evaluate the use of social media as a means of informing and engaging with the community and the promotion of policy initiatives by police forces. Whilst doing so, I will make considerations of force policy regarding the use of social media for both professional and engagement purposes, as well as what social media platforms are most commonly used by police forces. I will also consider both the benefits and risks to police forces when using social media.

Social media is a broad term that refers to online platforms that allow users to connect and interact with each other. Social media platforms can be used to share content, such as text, images, and videos, as well as to communicate with others through messaging and comments. Social media has become an integral part of many people's lives, with billions of people using it every day to stay connected with friends and family, learn about current events, and be entertained. (DataReportal, 2023) 
It is estimated that 57.1 million people in the UK use social media, which is 84.4% of the population, and that the most popular social media platform in the UK is Facebook, with 34.4 million users. Other popular social media platforms in the UK include YouTube (34 million users), Instagram (29 million users), and Twitter/X (23 million users). Social media usage is highest among young people in the UK, with 94% of those being active users (Statista, 2023). 

Social media has impacted the United Kingdom in a number of ways. For example, social media has changed the way that people communicate. Social media platforms have made it easier for people to stay connected with friends and family, regardless of where they live in the world, and it has also made it easier for people to connect with others who share their interests (Boyd & Ellison, 2007). Social media has also made an impact on the way that people consume news. Social media platforms are now one of the main sources of news for many people in the UK. Social media platforms can be a valuable source of news and information, but they can also be a source of misinformation and disinformation (Shearer & Gottfried, 2017)
Social media can also lead a presence of challenges for its users, such as cyber bullying and online harassment. Cyberbullying is bullying that takes place over digital devices such as mobile phones, computers, and tablets. Cyberbullying can happen through text, or online in social media, forums, or gaming. Cyberbullying includes sending, posting, or sharing negative or harmful content about another person. It can also include sending messages of an intimidating or threatening nature (NSPCC, 2022). Online harassment is any type of unwanted, negative attention that someone receives online. It can include cyberbullying, as well as other forms of abuse and harassment, such as stalking, doxing, and trolling (Farrer & Co, 2021).

It is outlined in the Policing Vision 2025 that there is an ambition to transform change within policing as a whole – including the public and the improvement of policing for the public, which is at the heart of the vision. Policing Vision 2025 is a strategy that provides a pathway in regards to policing in England and Wales over the next decade (National Police Chiefs' Council (NPCC), 2016)

As a result of the rapidly increased use of digital and social media, police forces are being made to keep up with the market in order to make them as accessible as possible. Digital contact is convenient, easy to use, and accessible to everyone. It also allows people to contact the police without having to speak to someone on the phone. There are a number of ways that people can contact the police digitally, including:

· Online reporting: People can report crimes and incidents online through the police force’s website or app.

· Social media: Many police forces have a presence on social media platforms such as Twitter and Facebook. People can contact the police through social media to ask questions, report crimes, or provide information.

· Live chat: Some police forces offer live chat services on their websites. This allows people to chat with a police officer in real time.

· Email: People can also contact the police by email. This is a good option for reporting non-emergencies or providing information for ongoing incidents or investigations. 

Overall, digital contact with the police is a positive development. It makes it easier for people to contact the police and report crimes and incidents (Police Digital Service, 2023).

Police forces are now utilising social media for a number of reasons, those predominantly being to communicate with the public, to investigate crimes and to build relationships with the communities in which they serve (The Police Foundation, 2014). Police forces are using social media platforms such as Twitter/X, Facebook and YouTube to share information about crimes and incidents, provide safety advice, engage with the public as well as share video and still images for information appeals (College of Policing, 2023). 

Police forces around the world use their social media platforms for information appeals to request help from the public in identifying and locating suspects, witnesses, and missing persons. These platforms allow police forces to reach a large audience quickly and easily, and to share information and images with a global audience. The benefits of these appeals are that it allows a larger public reach than more traditional methods such as word of mouth and local news outlets, the reach is limitless and can easily go global, information sharing can possible lead to new lines of enquiry with ongoing investigations, and it also allows forces to keep members of the public informed about specific incidents (Cullen, 2022). 

South Wales Police utilises a number of social media platforms in order to engage with their public audience. For example, as of 2023 South Wales Police’s website consists of links to the force’s Facebook page, Twitter/X page, YouTube Channel, Instagram profile and TikTok channel (South Wales Police, 2023). It is evident that South Wales Police have considered the demographic of each social media platform due to the content that is produced is different on each platform. For example, as outlined by Oberlo (2022), Facebook’s most popular age range of users is between 25 and 34; therefore the content more suited to Facebook’s adult audience would be informative and traditional (Oberlo, 2023). Whereas in comparison to TikTok where the most popular age range is below the age of 24 years, South Wales Police’s content is clearly more aimed towards the younger generation due to the use of popular trends involving those employed by South Wales Police – likely to make the force more sociable and open (Barnhart, 2022). 

It is outlined by the Independent Office for Police Conduct (IOPC) that the code of ethics provides guidance for Police Officers and their social media usage. It is stated that all officers must use social media responsibly and safely, ensure that nothing published online can reasonably be perceived by the public or your colleagues to be discriminatory, abusive, oppressive, harassing, bullying, victimising or offensive, and also not to publish anything online or elsewhere, or offer for publication, any material that might undermine your own reputation or that of the policing profession, or that might run the risk of damaging public confidence in the police service (IOPC, 2021).

I will now review an incident which I have dealt with and utilised the use of social media in order to engage with the public and obtain a positive result in an investigation that was ongoing at the time. I will reflect upon this incident using the reflection cycle created by David Kolb, named Kolb’s reflective cycle (Kolb, 1984). 
This incident relates to a investigation of an assault within a night club, on a busy Saturday night where the night time economy was at a large capacity. I have been conducting patrols on foot around the city centre, concentrated on an area in which many bars, pubs and clubs were situated. A male has approached my colleague and I in an emotional state, stating he had been assaulted on the dancefloor of a nearby nightclub. Both my colleague and I have immediately activated our Body Worn Cameras due to this disclosure. It is outlined on South Wales Police’ website, that Body Worn Cameras can be used in order to obtain any video footage that could be deemed evidential (South Wales Police, 2023). The male was clearly agitated at the fact, and would not allow my colleague or I to properly view his injuries as he appeared with a bloodied nose, swollen lip and bruising under his eye. Also, due to the level of intoxication of the male it was clear that it would not be viable to get an official account from the male in the form of a statement, therefore my colleague has stayed with the male to obtain details, whilst I have attended at the nightclub to make enquiries. Bar staff were aware of the incident due to the male originally disclosing the assault to them, but had little information again due to the male’s level of intoxication and how agitated he was. But staff were able to establish a time of when the assault may had happened, and a rough estimate of the area of the dancefloor in which the assault may had taken place. Due to the busy period, staff have informed me that they would not be able to check CCTV until tomorrow when they were quieter and had an operator free.

Meanwhile, my colleague has obtained all details of the victim in order for him to be contacted once sober and has made sure he has gotten home safely. 

The next day, I have obtained footage from the nightclub which has clearly shown a nasty and unprovoked attack on the male victim. Unfortunately, the victim could not remember much due to how drunk he was therefore his statement did not provide much information – but CCTV provided a clear image of the male in question leaving the premises shortly after the attack. 

A study conducted by Nottingham Trent University showed that whilst working alongside British Transport Police over a five year period, over 250,000 crimes were analysed and CCTV was available in approximately 111,000 of those incidents; which proved a positive line of enquiry in 65% of those cases (Nottingham Trent University, 2017).

I knew that my only positive line of enquiry to go with the obtained CCTV footage was to conduct a media appeal. Firstly, I have considered both the advantages and disadvantages of media appeals, which are outlined by the NPCC; as well as ensuring that I am targeting the correct audience, that the case is treated independently, that the right amount of information is disclosed and also the public perception as a result (NPCC, 2023). I have worked alongside South Wales Police’s social media team and using both Facebook and Twitter, a still image from the CCTV showing a full body shot of the suspect was uploaded, with a post requesting any information to be provided to police to assist with identifying the male in question. Due to the overwhelming evidence of the CCTV, I was confident that this male was the suspect; therefore I had no apprehensions in posting the image alongside a message stating that the male was wanted in relation to an assault.  

Within 24 hours of the post being live, the suspect has handed himself in to Police at his nearest Police station. He was arrested, interviewed and made a full admission to the assault. 

Without the image from the CCTV being posted onto social media, I firmly believe that the would have never handed himself into Police and would have continued to walk free amongst the public. Upon reflection, this incident would never have received the positive outcome in which it did without the use of social media. It enabled a victim to get justice, and a suspect to answer his consequences. The suspect was very lucky that the victim only sustained the injuries in which he did, as the outcome could have been much more serious – all in the case of an unprovoked and unjustified attack.

To conclude, I believe that as long as social media is used correctly by police forces, then it can only benefit all persons involved. Social media is a densely populated platform, which is ideal for appealing for information from the public. Social media can also help police forces reassure the public, as well as positively promote themselves. As a result of my use of social media in my investigation, I would use social media again without question if put in a similar situation.  

Word Count - 2119









Task 3

Relevant areas of the National Policing Curriculum:  
Leadership and Teamworking 
 
You must choose a policing incident in which you played a significant role with an offender/service user/victim and reflect on what happened.  


	
Critically evaluate and evidence your flexibility in leadership style.
 
Critically analyse leadership strategies that you have developed to manage a range of different operational situations.

Consider leadership models commonly used in policing.
How were you able to apply a change in leadership style/strategy to reflect changing circumstances?
  
 
2000 words (+/- 10%: include your actual word count at the end of each section) 
 




ANSWER:

For this essay, I will look to critically analyse and evaluate the strategies of leadership that I have developed in order to assist with the management of a range of various situations that I have come across whilst serving as an operational police officer. I will also look to evidence the flexibility in my leadership styles, as well as discuss leadership models most commonly used in policing. 


Leadership is the dynamic and multifaceted ability to influence, inspire, and guide individuals or groups towards a shared goal or objective (Northouse, 2023). It is about creating a collaborative and empowering environment where individuals feel valued, motivated, and ready to contribute their best efforts to achieve collective success (Kouzes & Posner, 2017). Effective leaders possess a combination of personal qualities, skills, and behaviours that enable them to navigate complex situations, make sound decisions, and motivate others to excel (Heifetz & Linsky, 2002).

There are several varying styles of leadership found within policing, those most common being autocratic, democratic, transformational, transactional and laissez-faire (Hogarty, 2021). And whilst developing as a police officer, I feel I have had an experience in all forms. Firstly, I will discuss ‘autocratic leadership’.


Autocratic leadership is a leadership style described by centralised decision-making, a directive approach, and strict control over those being lead. Leaders who adopt this style make all significant decisions without consulting their followers, and they often establish strict rules and procedures that must be adhered to. This style can be effective in situations where quick and decisive action is required, but it can also lead to anger and disengagement among those if it is not implemented effectively (Hersey, et al., 1996) Autocratic leadership has been traditionally used in policing due to its emphasis on control, order, and efficiency. It is often seen as necessary in situations where quick decisions and strict adherence to procedures are critical, such as during emergencies or when dealing with persons deemed ‘high-risk’ (Sugindo, et al., 2022). Autocratic leadership is often seen within Policing due to the chain of command within Police Forces. Police Forces typically have a strict hierarchical structure, with clear lines of authority and responsibility. This allows for quick and decisive action in emergency situations, as orders can be easily relayed from top to bottom (Russell, 2017). 

The next leadership style I will reference, is ‘demographic leadership’. Demographic leadership, also known as diversity leadership, is an approach to leadership that emphasises the importance of understanding, valuing, and leveraging the unique perspectives and experiences of individuals from different demographic groups. It is about creating a workplace where everyone feels respected, included, and empowered to contribute their best (Ely & Thomas, 2020). The key principles of demographic leadership are as follows: 

· Inclusive Mindset: Demographic leaders create an inclusive mindset, actively seeking to understand and appreciate the diverse perspectives and experiences of their team members. They recognise that diversity is not just about race and gender, but also encompasses a wide range of demographic factors such as age, sexual orientation, religion, disability, socioeconomic status, and cultural background (Cox & Blake, 2019).

· Valuing Diversity: Demographic leaders recognise the value of diversity, believing that it brings creativity, innovation, and a broader range of viewpoints to the table. They understand that a diverse workforce can help an organisation to better understand and serve its customers, adapt to changing market conditions, and gain a competitive advantage (Ely & Thomas, 2001).

· Empowering Others: Demographic leaders empower individuals from all backgrounds to participate fully in decision-making and contribute their unique talents. They create an environment where everyone feels valued and respected, regardless of their demographic background. They also provide individuals with the support and resources they need to succeed (Dobbin, et al., 2011).

· Addressing Bias: Demographic leaders actively address unconscious bias and create a culture where everyone feels valued and respected, regardless of their demographic background. They educate themselves and their teams about unconscious bias, and they develop strategies to mitigate its impact on decision-making and workplace interactions (Hill, et al., 2016).

By creating a demographic (or diverse) leadership environment, it will play a crucial role in shaping an effective and inclusive police force. By embracing the unique perspectives and experiences of individuals from diverse backgrounds, police forces can create a more representative and responsive force that better serves the needs of the community.

The next leadership style I will talk about is transformational leadership.  Transformational leadership is a leadership style characterised by the ability to inspire and motivate others to achieve positive results. Transformational leaders are passionate, visionary, and have a strong sense of personal integrity. They are able to create a shared vision for the future and empower others to take action to achieve it (Poutiatine, 2009). Transformational leadership can be deemed as a crucial approach to fostering effective and proactive policing. By inspiring and motivating officers, transformational leaders can cultivate a more engaged, innovative, and community-oriented police force (Cockcroft, 2014). Key aspects within a transformational leadership style of policing would be: ensuring all officers within the force have a shared vision, promotion of officers to take ownership, to foster a innovative and collaborative environment, the building of trust and positive relationships with communities, and to champion professional development and growth (Dussault, et al., 2019).

Penultimately, I will discuss the transactional leadership style. Transactional leadership is a leadership style characterised by an exchanging relationship between leader and follower. Leaders motivate and direct followers by setting clear expectations and providing rewards for good performance or punishments for poor performance (Bass, 1985). Transactional leadership is often contrasted with transformational leadership, which emphasizes inspiring and motivating followers to achieve a shared vision (Bass & Stogdill, 1990). Transactional leadership can be an effective style in certain situations, particularly where tasks are clear, routines are established, and follower morale is high. In these situations, transactional leadership can provide followers with clear direction, motivate them to achieve performance goals, and maintain order and structure (Bass & Stogdill, 1990). Transactional leadership has been a prevalent style within policing, characterized by a clear exchange relationship between leaders and officers (Aasland, et al., 2009). Leaders establish expectations, provide rewards for compliance, and impose sanctions for non-compliance. This approach can be effective in maintaining order, enforcing rules, and ensuring task completion (Aasland, et al., 2009). However, it may limit creativity, innovation, and adaptation, which are crucial for effective policing in complex and dynamic environments (Mumford, 2000).

Lastly, I will discuss a laissez-faire leadership style. Laissez-faire leadership, also known as delegative leadership, is a leadership style characterized by minimal interference from the leader. Leaders provide followers with the resources and skills they need to accomplish tasks, and they only intervene when necessary. This style is based on the assumption that followers are competent, motivated, and capable of self-direction (Judge & Piccolo, 2004). Laissez-faire leadership can be an effective style in certain situations, particularly when followers are highly skilled, motivated, and experienced. In these situations, laissez-faire leadership can empower followers, enhance creativity and innovation, and lead to increased productivity and satisfaction (Bass & Stogdill, 1990). However, laissez-faire leadership can also have its limitations. A lack of direction and feedback can leave followers feeling unsupported and uncertain, and it can lead to a lack of accountability and poor performance, as well as not being as effective in situations where close supervision or quick decision making is required (Northouse, 2023). Within policing, a laissez-faire leadership style can give officers the freedom to experiment with new approaches and techniques, which can lead to more innovative and effective policing strategies (Mumford, 2000), as well as by providing officers with the correct skills and responsibility, laissez-faire leadership can foster a sense of ownership and encourage personal and professional growth (Bass & Stogdill, 1990).

During my time as a police officer, I feel that I have been able to develop my skills within multiple different leadership styles. I also feel that this is important in order to manage the varying situations that responding to emergencies can place me in. I will now discuss an incident in which I responded to where I have had to change my style of leadership due to varying factors.

Whilst I was paired up with a newly independent officer, an incident had been reported to police stating that a lot of shouting and banging could be heard from a neighbouring address to the reporting person. The reporting person had informed the call taker that he did not know anything about the persons next door as she was dog sitting for a friend, so as a result of this an address search was conducted on the subject address via police systems. This search returned very little information, other than a female in her forties and a 16 year male resided there. 

Due to me being paired with a inexperienced member of the team, I have taken an authoritative approach, to ensure this person was safe as well as prepared for the basis of the incident (de Moura, et al., 2022). 

Upon arrival at the subject address, there were no noticeable causes for concern. But when we have knocked the door and been met by a female, it was clear to see that she was visibly upset. When entering the address, there was a large pile of broken objects at the foot of the stairs and a young male crying on the top step. The female has immediately disclosed to both my colleague and I that the male was her 16-year-old son, and the damage was caused by ‘an outburst’. As a result of this disclosure, this incident was classed as a domestic incident, and South Wales Police policy requires ‘positive action’ to be taken. 

As outlined by the Home Office, a domestic incident is “any incident or pattern of incidents of controlling, coercive or threatening behaviour, violence or abuse between those aged 16 or over who are or have been intimate partners or family members regardless of gender or sexuality” (Home Office, 2017). South Wales Police’s approach to taking action against domestic abuse states an importance of understanding the requirement of safeguarding any victims and helping minimise further risk (HMIC, 2014). 

I have instructed my colleague to remain with the male, whilst I have stayed with the female; this way information can be gathered from both parties. From speaking with the female, she has informed me that her son is autistic and can react negatively to disruption of routine. In this case, her son was due to stay at a grandparents address but because the female’s car was in for repair, she was unable to transport him and told him he was staying at home that evening. Due to this information, it was clear that a discretionary approach would be required. 

When returning to my colleague, they have stated that the male made a full admission of the damage because he was ‘upset’, and therefore my colleague has decided that an arrest was necessary. I have explained to my colleague the disclosure made by the male’s mother, and that positive action does not always mean an arrest, and that custody would not be the right place for the male. My colleague was clearly fearful of making an incorrect decision, and that the law required the male to be arrested. 

Conforming to a democratic leadership style, I have ensured that I have taken onboard my colleagues views and perspective, but eventually I have used both my previous experience and knowledge of similar incidents and taken a lead position in handling the situation. In order to make a decisive and effective decision, I have adapted to an autocratic leadership style and decided that both the male and the female should be separated. I have contacted the grandparents of the male, and arranged to transport the male to their address for the evening. The female was adamant that she did not want to make a complaint against her son, and stated that she needed help managing her sons needs. Therefore, a referral was made by myself to partner agencies using a Public Protection Notice (PPN), which would result in contact being made by services that could assist both the male and female. 

Upon reflection, I feel all leadership styles I adapted to throughout the incident were crucial to manage the incident effectively. These styles ensured that both my colleague and I were safe, that all views and opinions were valued and that discretion was correctly applied. Ultimately, it was clear that an arrest and custody admittance was not the correct outcome and that both parties needed to be safeguarded.

The colleague of policing outlines within the competency and values framework what is required of good leadership in policing, those being: inspiring common purpose, developing and valuing people, building an inclusive workplace, leading across boundaries, performance and improvement and understanding self and others (College of Policing, 2023).

In conclusion, I believe that a democratic leadership style is best suited to a policing environment due to its collaborative approach, resulting in group progression and learning. Although, it is clear that policing is a constantly evolving environment, and that leadership styles can change from incident-to-incident. Therefore, flexibility within these styles is key. 
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Task 4

Relevant areas of the National Policing Curriculum:  
Coaching, Mentoring, Assessment
 
 
	
Critically reflect upon your three-year probation:

How have you benefited from mentoring and coaching? 
How has it helped you to meet personal, professional and organisational goals?
How has it aided you to learn, develop and perform in the workplace?

Consider relevant coaching and mentoring definitions along with current coaching and mentoring theories used in policing.

How do you provide and receive feedback?

2000 words (+/- 10%: include your actual word count at the end of each section) 
 



ANSWER:

For this essay, I will look to critically reflect upon the last three years I have spent under a probationary period as a Police Officer. By using Honey and Mumford’s learning cycle, I will reflect upon how the mentoring and coaching I have received has benefitted me, as well as how my probationary period has assisted me in meeting personal goals, as well as professional and organisational goals. I will also look at how my probation as aided me in learning, developing and performing in the workplace. I will look to consider which coaching and mentoring definitions are relevant to my experience, as well as how coaching and mentoring theories are used within the Police Force. Lastly, I will discuss how feedback is provided by myself, as well as how it is received. 

Mentoring is defined by Stewart Donaldson as a ‘dyadic, face-to-face, long-term relationship between a supervisory adult and a novice student that fosters the mentee’s professional, academic, or personal development’ (Donaldson, et al., 2000). Whereas coaching is outlined by the Chartered Institute of Personnel and Development (CIPD) as the aim to produce optimal performance and improvement at work. Focussing on specific skills and goals, coaching may also have an impact on an individual’s personal attributes such as social interaction or confidence (CIPD, 2022). 


When I have applied for the role of a Police Officer, at the time I was already employed by South Wales Police as a Police Community Support Officer (PCSO). As a result of this, I was already familiar with the policing environment and some of the roles and responsibilities that came with being a Police Officer. I knew at the time of applying for the role of PCSO, I wanted to become a Police Officer. But thought that going in as a PCSO first would give me a good level of experience within the policing world, and would be a valuable asset when I eventually felt the time was right to apply for the Police Officer role. 

When commencing the initial six months of classroom training, I felt lucky in the fact that I had some experience to fall back onto. During my time as a PCSO, I built up positive relationships with various Police Officers who were able to advise me within the early stages if I had any doubts or questions that needed answering. During the first week, my class tutor was a well-experienced officer, who knew a lot of my colleagues that I worked with previously which instantly made me feel more relaxed. But soon after starting, we were formally told of the responsibilities in which the role of a Police Officer brings, as well as the personal and professional sacrifices the job may cause you to make. It was made clear that Police Officers are held to a high amount of accountability, and that the role will have a massive effect on an individual’s life. I can vividly remember coming away from that week, questioning whether I wanted to take on the responsibility and lifestyle changes of a Police Officer. 

It was clear that during the six months of classroom learning, that each class tutor had a different technique for learning, accommodating for everyone within the classroom. The visual, aural, read/write and kinesthetic (VARK) learning style model was introduced by Neil Fleming, and helps identify how an individual best learns (Fleming, 1995). By completing a questionnaire, the VARK model is able to identify whether you learn best visually, auditory, written or kinaesthetically. A visual learner will learn best by actively seeing information - commonly in the form of charts, diagrams, illustrations or videos. Auditory learners will prefer to hear the information and thrive best in a lecture setting. A written learner will take preference to reading the information, commonly in the form of books or notes. Lastly, a kinesthetic learner will learn best when getting ‘hands-on’ with the information, often by touching or actively doing, and will thrive upon physical activity (Cherry, 2023).


The Honey and Mumford learning cycle outlines four main styles of learner; activist, reflector, theorist and pragmatist (Honey & Mumford, 1986). Jon Rosewell explains that activists are people who best learn by ‘doing’ and will thrive better when being involved in new experiences, being thrown into the deep end, working with others and being able to lead a group. Reflectors are those who learn more when standing back and observing, before being given time to think and an opportunity to review without the restriction of tight deadlines. Those who are theorists will look to work to a theory based upon their actions, with a clear structure and an opportunity to question their actions in order to understand complexities. Lastly, pragmatists are those who are keen to try new things but require a clear and obvious link between both the topic and the need. Pragmatists need to be shown techniques, as well as being given a chance to experiment with feedback (Rosewell, 2005).

Whilst classroom training progressed, class tutors were teaching on different topics almost daily. Some of these topics were filled with more information to take onboard than others, therefore adapting to different learning styles was very important and benefitted me massively. It was clear that I preferred to be more practical with my learning, therefore classified myself as a kinesthetic learner. Although, some topics were unable to be conveyed practically, therefore I would benefit more from being taught in an auditory manner. By acknowledging that these were my two strongest styles of learning, I would find myself asking the class tutor to translate any topics that were heavy on reading or writing, into a more personably understanding method. At various points of the six months, we were often taken outside the classroom and made to partake in ‘role plays’ to put our classroom learning into practical use. I found these role plays extremely beneficial to myself due to my kinesthetic learning preferences. I was able to put my classroom-based knowledge into something physical, whilst also picking up on skills such as teamwork as well and problem solving. It was clear from the beginning that due to being granted a whole new set of skills and responsibilities, that putting these into practice was quite a nerve-racking experience. Although I understand that it is normal to be nervous, especially in a ‘new job’ setting, I was no different even with my previous policing experience. 

During the full six months of classroom training, I felt that feedback was constantly provided by all class tutors involved with the training delivery. Any form of feedback was well received by myself, as I feel that feedback is the key for learning and improvement on current skillsets. As outlined by Adam Grant, feedback is information provided to an individual or organisation about their performance or progress (Grant, 2013). Feedback can be used to improve performance, correct mistakes, and promote growth and development. It can be positive, negative, or neutral. Positive feedback reinforces desired behaviours and actions, while negative feedback identifies areas for improvement (Kluger & DeNisi, 1996). 

It is clear that the initial six-month training period was the most important period of time when considering the full three years I have now been employed by South Wales Police. This period commenced by probationary period whilst obtaining the highest level of training and receiving all the required information to become an officer fit for the public domain. This information allowed me to obtain the required pass marks for various exams, which in turn allowed me to complete my training and participate in my passing out parade. 

Upon completion of my classroom training, I was given an assigned station as well as a designated tutor. My tutor was assigned to me, to mentor me on a one-to-one basis for a period of three months. The role of a tutor is to not only assess my skills when dealing with police incidents, but to also identify the appropriate style and pace of learning for me to succeed to the best of my abilities. My tutor was aware of the Code of Ethics (College of Policing, 2014), and made sure that all my decision making was in accordance with them. Initially, my tutor and I decided that for the first few incidents, it would be best for me to observe how he would handle things. It was then a case of easing myself into calls, and eventually taking more of a leadership role at calls. My tutor was effectively able to show me how to deal with an array of calls, as well as violence and disorder. When my tutor felt that I was competent enough, I would then manage calls myself from start to finish with my tutor observing over me. As a result of this, my confidence was able to grow as well as my knowledge within the role. I became less nervous as time went on and was able to make independent decisions.

My tutor and I ensured that after every call we would review how things went. We would look at both positive and negative aspects, and my tutor would provide me with constructive criticism for parts in which I needed to improve. By reflecting on what we had done, it allowed us to examine both strengths and weaknesses, identify areas for improvement, and learning from past mistakes and successes (Dewey, 2015). As outlined by Schön, reflection is a valuable tool for personal and professional growth, as it allows individuals to gain self-awareness, make informed decisions, and develop new skills and strategies (Schön, 1991).

Throughout my tutorship, both my tutor and I adapted to the coaching and mentoring theory, the ‘OSCAR’ model (Gilbert & Whittleworth, 2009). Designed in 2002 and aiming to build on from the GROW coaching model, OSCAR looks to focus primarily on solutions rather than problems. Standing for outcome, situation, choices/consequences, actions and review, the model explains that if a coach applies all five elements, then the long-term result will achieve the desired goal (Pearce, 2021).  By going into depth, the model results in:

· Outcome: What do you want to achieve, and how will you achieve it?

· Situation: How does the current situation look, and what are the contributing factors?

· Choices/consequences: What can be done to fix the issues, and what could be the consequences of doing so?

· Actions: What will you do next?

· Review: How will you monitor progress, and measure outcomes?

(The Academy of Medical Sciences, 2023)

The GROW coaching model was published in 1992 by Sir John Whitmore, and outlined four key stages of successful coaching conversation, those being: goal, reality, options and will (Whitmore, 1992). In depth, the model reads:

· Goal: Connect to the energy of an inspiring goal, creating self-motivation and commitment.

· Reality: Explore current situations and thoughts, to generate clarity and self-awareness.

· Options: List and sort all possible outcomes and strengths; increasing creativity, choice and self-belief.

· Will: Define actions, be accountable and obtain feedback for the creation of continuous learning conditions. 

    (Performance Consultants International, 2019)

I have found that by using these models, I was able to set myself achievable goals, assess what obstacles or obstructions I may have faced, overcome those obstacles and obtain constructive feedback to effectively learn when moving forward. As a result of working within these models, my tutor and I were able to work cohesively and effectively to help me gain independent patrol status and pass my tutorship period. 

Post-tutorship, I was immediately placed on a new team based at a different station to which I was tutored from. It wasn’t until this point that I realised how lucky I was, as the station in which I was tutored from was also the station where I was based for the entirety of my PCSO career – meaning that this was the first time I had ever worked in a different station environment whilst with South Wales Police. With this new station came a team of people I had never met, and a patrol area I was completely new to. I was apprehensive at first, as I did not want to bring the standard of policing down within the team and I did not want to seem like I had lost all knowledge obtained from training and tutoring. Although I joined the shift as an independent officer, I quickly understood that the team took pride in working as a collective. The team made sure I was paired with an experienced officer, and that I was understanding of day-to-day processes. By becoming independent, I was also able to learn from various new officers and have experience with different styles of policing – which I felt was beneficial when adapting to different situations. 

To conclude, I feel I can look back now and see that my confidence towards policing has improved tenfold. Since then, I am no longer the newest member of my shift, and I am often trusted as an ‘experienced’ officer to help with newer officers. I ensure new team members feel welcomed and are not struggling with anything both inside and outside of work. I will also look to provide constructive feedback where possible, to help them improve their skillset. 
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